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ABSTRACT 


This paper attempts to define the process of 



recruitment, the understanding of the potential leaders, and factors 
which affect recruitment, various recruitment methods that 
Cooperative Extension could utilize, and a brief relationship of the 
recruitment process to disadvantaged leaders. It is concluded that 
recruitment is an important element in leadership development process 
for all organizations dependent on volunteers. (Author/NF) 
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Definition and Function 

Wobatcr defines recruitmcn'. • e ’’••• •••'•>•• - "ly with new men. 

to replenish, to pain new men, to r r ./■. •• 1 ' •••’■ • of, and ii 

provide with what is needed to correct or \ re you', e::h J ion , , „ . , this 
concept has been and will continue to • v<~ry Imm-H c, for Cooperative 
Extension as volunteers are essenti; . /v >• f the many Extension 

programs. The lay committees, 4-H and llor:* • lenders, resource 

people, and community organizations roust nt in >11;.' to recruited by the 

Extension professionals if the Extension, rr to ~r in scop* - rr : 

depth in Me years to come. 

In the identification, selection, recruitment continuum, recruitment 
is the final process in which the volunteer is motivated to participate in 
a program which will be meaningful to Mm ?.r. ’ M • -nme time helpful to 
others. All citizens are potential volunteers — verified by a recent survey 
conducted to President Nixcn which identified over oO million people as 
possible volunteers in the United States. The entire leadership development 
program of any voluntary organization doper: as a u he success of its recruit- 
ment program. 

U nderstanding the Potential Leader 

Dr. Catharine Richards, at a recent Campfire Girls seminar, states that 
"in your recruiting, you will find the unsure people; those who are not sure 
of themselves or other people or whom they can trust. Unsure people facing 
a stranger may not he very much at ease. They will tune in on your self 
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deception:; if you do not play square v/ith thur.. ' " equally essentia], to 

talk with them in terms they understand. This So. ‘••alking down to them. 

rp 

It is not talking in any direction except mayhe rr.ro-:'- . .. vlbh them. 

The recruiter should have core insight to the motivation of the lead: 
if the loyalty, interests, and besl ’•fforts r/’ ih: identified and selected 
leader are to be realised. J. Donald Philips, -'resident of Hillsdale College 
lists 10 viewpoints of the potentia] volunteer: 

1. I need a Sense of Belonging, a '■ >- :hat I am honestly 

needed for my total self, not j L . hands, nor because 

I take orders well. 

2. x need to have a sense of sharing in’ planning our objectives. 

Ho need will be satisfied only when I feel that my ideas 
have had a fair hearing. 

3. I need to feel that the goals and objectives arrived at are 
wit' in reach and that they make sense to me. 

4 . I need to feel that what I'm doing has real purpose or 
contributes to human welfare - that its value 'uctends even 
beyond my personal gain, or horn's. 

5. I need to share in making the rules by which, together, 
we shall live and work toward our goals. 

6. I need to know in some clear detail just what is expected 
of me - not only my detailed task but where I have 
opportunity- to make personal and final decisions. 

7. I need to have some responsibilities that challenge, that 
are within range of my abilities and interests, and that 



contribute toward reaching my assigned go 



can 



covers all goals. 

80 I need to see that pr i "r'wi is being made tova v v 
goals v r e have set. 

9o I reed to be kept inform' k Th?b I'm r ,J *n l may 

be down or. 

10. I need to have confidence in ro r or:* -- confidence 

based upon assurance of qc w : :*v. ‘V i * v- >. Lment or 

recognition ’when it is ace, ant: trust that loyalty will 

3 

bring increased security. 

The key words of belonging, sharing, r~‘ r T ; what’s expected of me, 

responsibilities, informed, and confidence are very important in the recruit- 
ment process. . .the organization must make sense. 

People have many motives for serving in ‘oluntnry organizations -- 
interest in a cause, prestige and status, dedication to a movement, social 
class and community traditions. When a person is be.lng recruited certain 
questions have to be borne in mind. Are the :"v:ds ant expectations of the 
volunteer and organization in line with each other? How can these needs 
and expectations be appropriately explored at the recruitment interview? 

The following diagram illustrates the factors affecting the recruitments 
of leaders and their future participation in organization. 
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Recruitment Methods 

Once it is quite clear what has ’to be done, why., and what it takes to 
be able to do it, the next step is to identify, select, and recruit the 
person who could do it. In most instances there are " hree types of 
recruitment: (l) self-recruitment; (2) informal and general recruitment; 

and (3) planned recruitment by specially selected and r 'r .-.-pared recruiters. 
1. Self-recruitment : 

There are individuals who are strongly motivated and sufficiently 
informed to contact either a member or the office of an organization itself 
or a central volunteer placement group end offer their services. This 
action may be triggered off by a personal need for community activity or by 
gratitude for help which a member of the family has received by an organi- 
zation. Wise counseling is required immediately to bring volunteer and 
organization to a harmonious start. 



